Central Yavapai Fire District/Prescott Fire Departnent
CULTURAL ASSESSEMENT

BY: Paul J. Hernandez
Central Yavapai Fire District
Prescott Valley Arizona

An applied research project subnmtted to the National Fire
Acadeny as part of the Executive Fire O ficer Program

February 28, 1998



ABSTRACT
For years the Central Yavapai Fire District and the
Prescott Fire Departnent have been working to consolidate many
of their functional programs. As the two departnments worked
cl oser together, it becanme obvious that, at sone point, a total
consol i dati on would be beneficial. Wth this realization, the
chal l enge of conflicting cultures al so becanme obvi ous.
The purpose of this research was to exam ne the cultural
di fferences between the two departnents and the effect of these
differences in the event of total consolidation of the
departnments. Descriptive research was used, in the formof a
survey, to assess the beliefs of the enpl oyees of both
departnments through the use of a survey.
The research questions addressed in this project were:
1. Are there major differences in the enpl oyees’ current
bel i efs about their organi zations and how t hey operate?
2. What obstacles would need to be overcone to achieve the
desired departnent culture once the two departnents have
consol i dat ed?
3. How do we manage the change in cultures during the
transition?
Managenent literature was exam ned in order to devel op an
organi zational strategy to deal with the conflict created by

pendi ng consolidation. The literature review reveal ed that,



al t hough consolidati on may be proven to be a benefit for the
organi zations invol ved, consolidating two distinct cultures may
be much nore difficult than consolidating the functional aspects
of the organizations.

An organi zational culture assessnent of both departnents’
enpl oyees was conducted through the adm nistering of a survey
questionnaire. The survey revealed that the differences between
the two departnents’ cultures were not significant.

At the conclusion of this project recommendati ons were nade
for the | eaders of the organizations to work out their
differences through a process of self-facilitation. The
departnments’ | eaders nmust prepare thenselves for the
consol i dati on and nust be united in the direction to be taken.
It was further recommended that the channels of comrunication be
mai nt ai ned and that all stakeholders be kept infornmed of
progress as well as challenges. Clear direction and specific
goal s nmust be set and communicated to all involved. The human
aspect of consolidation was cited as a key elenent in the

success of the consolidation effort.
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| NTRODUCTI ON

For the past several years, the Central Yavapai Fire
District and the Prescott Fire Departnent have been working on a
series of consolidations of various departnment functions. Anong
the functions already consolidated are D spatch, Training, Fleet
Mai nt enance, Station Manni ng, Standard Operating Procedures, and
Automatic Aid. The financial benefits of these consolidated
functi ons have been obvious in the formof inproved service for
the citizens and cost avoi dance or cost savings for both
depart nents.

As the departnments’ staffs considered consolidating other
functions and prograns, a total consolidation of the two
departnments becane an obvi ous possibility. However, as
enpl oyees saw t he departnents noving towards total
consol i dation, many began worrying about what woul d happen to
their original organization and what effect the change woul d
have on them personally.

At this point, an obvious concern was that there were sone
very definite differences in the departnents’ cultures, which
woul d affect any plans for total consolidation. The nmain
concern is that the enpl oyees are proud of their prospective
departnents and have very definite ownership into their
departnent’s val ues, nethods, and phil osophies. It also became

obvi ous that neither group was eager to change.



The purpose of this research is to exam ne the cultural
differences between the two departnents and the effects these
di fferences would have in the event of total consolidation of
t he departnments.

The research questions addressed in this project are:

1. Are there major differences in the enpl oyees’ current
bel i efs about their organizations and how t hey operate?

2. What obstacles would need to be overcone to achieve the
desired departnment culture once the two departnents have
consol i dat ed?

3. How do we manage the change in cultures during the
transition to one departnent?

Descriptive research was used to assess the beliefs of the
enpl oyees of both departnents through the use of an

organi zational cultural assessnent questionnaire.



BACKGROUND AND SI GNI FI CANCE

The Central Yavapai Fire District and the Prescott Fire
Department are nei ghboring fire departnents that have been
wor ki ng together to protect the citizens of Central Yavapai
County for several years. Over the years, their cooperation has
grown froma sinple mutual aid agreenent, which had to be
formally activated when needed, to one which involves
functionally consolidated prograns, procedures, and functions.
The efforts of the two departnents have produced sone definite
successes and even a few failures.

The current functional consolidations include a dispatch
center which provides conmuni cations for both departnents, as
wel | as three other neighboring departnents; a joint fleet
mai nt enance program a joint training center and training
prograns; joint policies, procedures, and job descriptions;
joint manning of fire stations; and an automatic aid program
whi ch responds the closest unit to an energency regardl ess of
jurisdiction. The staffs of both departnments have al so
i nvestigated consolidating fire prevention and code enforcenent
activities, executive staff personnel, wages and benefits, and
department fundi ng nmechani sns.

In 1996, the Prescott City Council and the Board of
Directors of the Central Yavapai Fire District appointed severa

task forces to research further consolidati on i ssues. The



i ssues studied fell into four major areas including; a

conpari son of benefits and conpensation, a study of the possible
consolidation of the fire prevention divisions, a conparison and
possi bl e consolidation of policies and procedures, and a study

of the consolidated depl oynent of resources to include station

| ocati ons, apparatus placenent, and personnel assignnents.

A result of these task forces indicated that a difference
in cultures existed. Additionally, it became apparent that
enpl oyees were ingrained in their cultures and were unwilling to
change for various reasons. A conmon reason appeared to be the
uncertainty of what those changes would bring. A consensus of
the enpl oyees deternm ned that the idea of total consolidation
was a sound one; however, the fear of a potential |oss of their
prospective departnents’ organi zational power and identity
created a mpjor barrier. This fear not only reduced the
effectiveness of sone of the consolidated programs, it also
sl owed or prevented progress in the consolidation efforts.

Al t hough none of the currently consolidated prograns have
been di scontinued, progress towards total consolidation has al
but conpletely stalled. It is hoped that the results of this
research will provide a basis for the devel opment of a strategy
to renew progress towards the total consolidation of the two

depart nents.



This research project was prepared to satisfy the
requi rement for an applied research project associated with the
Strategi c Managenent of Change course at the National Fire
Academy. This research relates to Module 5, “Personal Aspects
of Change Managenent” in the Strategi c Managenent of Change

course. This nodul e addresses human reactions to change.
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LI TERATURE REVI EW

A review of the relevant literature indicates that for
years organi zati ons across the country have | ooked to
consolidations (or nergers) as a way to cut costs and becone
more efficient. For decades, private corporations have courted
and devoured one another in the endless pursuit of growth and
profit (Greengard, 1997). Simlarly, public organizations have
consol i dated out of the need to becone nore efficient, due to
shrinking tax doll ars.

Fire departnents serving neighboring growing comrunities
often find that as their cities grow closer and cl oser together
and as their border |ines beconme blurred, the rationale behind
havi ng individual fire departnments is threatened (Wagner, 1996).
That spells fear for fire departnent personnel: fear of the
future, fear of losing their identity, and fear of |osing
control. As nmany organizations (both public and private) have
found, it my be easier to get together than to get al ong
(Schonfeld, 1997).

I n 1995 when Abbey Heal thcare and the Homedco G oup nerged
to formthe Apria Healthcare G oup, the problens of joining the
two cultures becane painfully apparent. Apria managers
envi sioned a future of robust growth due to the nuch | arger
conpany’s ability to dom nate the hone health care industry.

However, the chaos caused by joining two distinct cultures has
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been considerable, as the ill will between the Abbey and Honedco
peopl e conpounded the conpany’s difficulties. Mich of the
fallout in the Apria nerger has been caused by the cul tural

m smat ch between the entrepreneurial Abbey and the strait-|aced
Honedco (Schonfeld, 1997).

Simlarly, the merger of the Wells Fargo and First
I nterstate banks met with considerable resistance. |ssues such
as the drastically different ways the two conpani es handl ed work
and deci sion making, and the struggle to stream ine benefits and
conpensation were nmgpj or obstacles. The issue was not that one
system was necessarily better than the other. The issue was
nmerely the way the two conpani es operated, based |largely on
t heir business needs (G eengard, 1997).

The probl ens encountered by the consolidation efforts of
the Prescott Fire Department and the Central Yavapai Fire
District exenplify how difficult a merger can be. As the two
departnments canme cl oser together, the differences in cultures
became nore apparent and began to slow progress in the
consol i dation process. Consolidation consultants Jeff Johnson
and Jack Snook have identified this stunbling block in the
consol i dati on process as “the stall.” The stall refers to the
point in a fire departnent consolidation where the progress just
stops (Wagner, 1996). It appears that the Prescott Fire

Department and Central Yavapai Fire District consolidation
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efforts have stalled due to the differences in cultures.
| dentifying these differences and devel oping a strategy for
overcom ng the differences is essential at this stage of the
consolidation efforts. *“Having clear direction and know ng what
you are trying to acconplish will help you reach your objectives
(Wagner, 1996)."

The main theme found in the literature research is that
consolidation is a | ong and ongoi ng process. Deadlines and
obj ectives can be set, but it takes tinme to evolve. The key to
successful mergers is understanding the costs associated with
t he deal and how to make the organizations function efficiently

once people and resources are conbi ned (Greengard, 1997).
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PROCEDURES

This research project consisted of both historical and
descriptive research nethodologies. Initially, the author
conducted a search of the existing literature utilizing the
Nati onal Fire Acadeny’s Learning Resource Center and the Yavapai
Community Col | ege Library.

Additionally, the author conducted an organi zati onal
cultural assessnment survey of the enployees of both the Prescott
Fire Departnment and Central Yavapai Fire District in an attenpt
to assess the beliefs of the enployees and devel op a strategy
for overcom ng the cultural differences. Organizational
cultural assessment questionnaires were obtained from Professor
W I |iam Rosenbach of Gettysburg College in Pennsylvania. The
guestionnaire was designed to neasure the ways that people in
organi zations think and act. The purpose of the questionnaire
was to identify a general consensus of ideas and beliefs that
people within each departnment share and how it affects their
behavior. A copy of the questionnaire and the sumari zed
results can be found in Appendix A

The questionnaires were distributed to both full- and part-
time enpl oyees of both departnments. A total of 145
questionnaires were distributed with only 123 being returned.
The questionnaires were coded to identify the Prescott Fire

Departnment respondents as one group with the other four groups
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bei ng comprised of Central Yavapai Fire District enployees. The
four smaller groups of Central Yavapai Fire District enployees
were identified in an effort to determne if major differences
exi sted between these particular groups. The Central Yavapai
Fire District groups included: the Fire Suppression group that
consi sted of fire suppression personnel including the battalion
chiefs; the Dispatch group which included only personnel in the
di spatch section; the Support group which included al

adm ni strative, risk managenent, and fl eet maintenance; and the
Reserve group which included all reserve firefighters which are
part-time personnel.

The support of both departnments’ fire chiefs was requested
prior to conducting the research. The questionnaires were
distributed to the supervisors of both departnents at a joint
staff nmeeting along with an expl anati on of the purpose for the
survey and the procedures to be followed. The supervisors were
responsi ble for distributing the surveys to the personnel within
their work groups only and for returning the conpleted surveys
to the author by the inposed deadline. This procedure was
i ntended to keep the coded questionnaires from being distributed
to personnel outside of their group. Upon conclusion of the
survey, the questionnaires were collected and nailed to

Pr of essor Rosenbach for eval uati on.
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RESULTS

The historical research conducted for this project
i ndi cated that although consolidations (or nergers) of
organi zati ons can be beneficial, the chall enges of conbining
cultures can be extrenely difficult and risky. |[|ssues such as
benefits and conpensati on, methods of operating and deci sion-
maki ng, and differing nmanagenment phil osophi es can denoralize
enpl oyees and devastate nerged organi zati ons.

The historical background between Prescott Fire Departnent
and the Central Yavapai Fire District indicated that many of the
sanme obstacles, which were identified as needing to be overcone,
had al so been identified in the literature review. This
essentially hel ped to answer the second research question, *What
obstacl es would need to be overcome to achieve the desired
departnent culture once the two departnents have consoli dated?”
The maj or obstacles appeared to be the enpl oyees’ fear of the
future and fear of their prospective organi zations |losing their
identity and control.

The historical research suggested several ways of managi ng
t he change in cultures for private as well as public
organi zati ons. However, there were sone conmmpbn suggestions for
both types of organizations. The suggestions hel ped to answer
the research question, “How do we nanage the change in cultures

during the transition to one departnment?” The suggestions
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i ncluded: understanding each organi zation’s workforce and the
culture that surrounds thenm nmaintaining open channels of
communi cati ons and keeping all of the stakehol ders informnmed;
having clear direction and setting solid goals; and
under st andi ng that the human side of the consolidation or nerger
is a key elenent in it’'s success or failure.

After conducting the descriptive research and review ng the
results of the survey, it becane apparent that the survey would
be limted by the way the groups had been divided. The
respondents had not been surveyed as groups that could be easily
conpared. The Prescott Fire Departnent respondents had all been
grouped together, and the Central Yavapai Fire District
respondents had been divided into four smaller groups. This
created the problem of not being able to directly conpare the
results of the Prescott Fire Departnent respondents to the
Central Yavapai Fire District respondents because the Central
Yavapai Fire District respondents had been grouped into smaller
wor k groups which did not correspond to the Prescott Fire
Depart ment group.

The answers in the survey allowed the respondents to rate
how true the statenents were as related to the |argest part of
t he organi zation with which they would normally be in contact.

Wth a scale of one to five, the higher the nunber of the
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response, the less the respondent felt the statement was true;

therefore, the nore negative the response.

TABLE 1

Central Yavapai  Prescott Fire  Central Yavapai Central Yavapai Central Yavapai

Suppression Department Dispatch Support Reserves
Managing Change 19.8 19.2 22.5 20.3 21.7
Achieving Goals 22.8 22.3 23.3 23.2 24.7
Coordinated Teamwork 22.8 21.4 23.0 21.4 254
Customer Orientation 23.0 22.8 23.8 24.2 25.4
Culture Strength 215 20.3 21.7 21.0 22.1
TOTALS 109.9 106.0 116.8 110.1 119.3

When conparing the results of the groups surveyed, the
purpose of this study was to determne if there were significant
di fferences between the Prescott Fire Departnment and Central
Yavapai Fire District respondents. The survey indicated that
there were no major differences between the beliefs of these two

groups. Therefore, the survey answered the research question,
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“Are there major differences in the enployees’ beliefs about
their organizations and how t hey operate?”

As Table 1 indicates, the scores for the Central Yavapai
Fire District Reserve respondents were consi derably higher than
most of the other groups. These respondents are all part-tine
Central Yavapai Fire District enployees hoping to sonmeday becone
full -time enployees. Therefore, it was anticipated that these
scores would be significantly different.

I n conparing the groups’ scores in all of the categories,
there were only three categories in which the scores of Central
Yavapai Fire District groups varied significantly fromthe
Prescott Fire Department group scores.

In the “Managi ng Change” category, nost of the group scores
did not vary significantly. The only scores that varied
significantly in this category were those of the Prescott Fire
Department group and the Central Yavapai Fire District Support
group. Using the questionnaire’s response key, the scores
appear to indicate that generally the Central Yavapai Fire
District Support group did not believe that the statenents were
true of their organization as nmuch as the Prescott Fire
Departnment group did of their own organi zati on.

The scores in the “Coordi nated Teamwor k” category al so had
a significant variation between the Prescott Fire Departnent

group and the Central Yavapai Fire District Support and D spatch
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groups. The scores in this category appear to indicate that
generally the Prescott Fire Departnent group did not believe
that the statenents were true of their organization as nuch as
the Central Yavapai Fire District groups did of their own

or gani zati on.

The scores in the “Custonmer Orientation” category had a
significant variation between the Prescott Fire Departnent group
and the Central Yavapai District Dispatch group. Wth the score
bei ng hi gher for the Central Yavapai Fire District D spatch
group, it appears that this group has a nore negative view of
their organization’s custonmer orientation.

In the “Achieving Goals” and “Cultural Strength” categories
the results of the survey did not vary significantly between any
of the Central Yavapai Fire District groups and the Prescott
Fire Departnment group. That would seemto indicate that the
groups were generally in agreenent about their beliefs of the

statenments being true about their prospective organi zations.
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DI SCUSSI ON

The chal | enges experienced by the Prescott Fire Departnent
and the Central Yavapai Fire District are prime exanples of the
chal | enges experienced by nobst organi zati ons during
consol idations (or nergers). Although several of the Prescott
Fire and Central Yavapai Fire Departnment functions had
previ ously been consol i dated, none of the consolidations
appeared to threaten the enpl oyees as nmuch as the issues that
were studied by the task forces appointed by the organi zati ons’
governi ng bodies. Mich as was described in the literature
research, issues such as conbi ning benefits, conpensation,
policies and procedures and re-deploying personnel created najor
obstacles for the consolidation of the two departnents.

Agai n, as shown in the study of the Wells Fargo and First
I nterstate banks nmerger, it is not necessarily that one system
is better than the other, just that they are different. Both
departnents are already successful in the way they do business.
They just handl e work and deci sion making differently, and the
benefit and conpensati on packages are different.

Simlarly, enployees from both departnents began to worry
about their future. They worried about |osing their jobs,
w nding up in | ess-neaningful positions, and the possibility of
| osi ng possi bl e avenues of pronotions. They worried about one

or both departnments losing their identities. A major concern
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becane whi ch departnent’s benefit and conpensati on package woul d
be utilized upon consolidation.

The purpose of this research and the cultural assessnment
survey was to exam ne the cultural differences between the two
departnents and the effect of those differences in the event of
consolidation. The results of the survey seemto indicate that,
al t hough differences do exist, the general enployee popul ations
of both departnents did not perceive major differences in the
cultures. The Central Yavapai Fire District Reserve group’s
results were the only group whose scores were consistently
hi gher than nost of the other groups in all of the categories.
However, it was felt that these results were not an accurate
conpari son because as part-tinme enpl oyees, the Central Yavapai
Fire District Reserves would view the organi zations differently
than full-time enployees in both departnents.

The historical research indicated that setting definite
obj ectives and having a clear direction of what is to be
acconmpl i shed woul d hel p overcone the obstacles experienced
during consolidation. Therefore, it appears that, as enpl oyees,
we | ost focus on what Johnson and Snook call the mllion-dollar
guestion: “What’s in the best interest of the people we serve?”
Havi ng done this, it appears that we have | ost our direction and

progress towards consolidation has stall ed.
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RECOMVENDATI ONS

The literature research conducted for this project suggests
that the nelding of two organizations and its’ cultures wll be
difficult at best. However, several suggestions were nmade to
increase the probability of a successful consolidation or
merger. First of all, would consolidation truly be benefici al
for all concerned especially the citizens? |f so, the obstacles
must be overcone and the idea of total consolidation should be
aggressi vely pursued.

Of utnost inmportance is the need to understand the
organi zations’ workforces and the cultures that surround them
One inportant | esson to be learned is to carefully consider the
“human side” of the nmerger. The transformation of the cultures
must be nore than cosnetic to ensure the success of the
consol i dati on.

Prepari ng the organi zations for total consolidation and
| eadi ng the change during the transition will mainly be the
responsibility of the organizations’ executive officers. It is
recommended that the executive officers, as |eaders of these
organi zati ons, prepare thenselves to accept the changes and | ead
others in that acceptance. |If the |eaders of the organi zations
are to provide direction to the enpl oyees, they thensel ves nust
be united. Therefore, the executive officers nmust overcone

their differences before they can | ead others towards total
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consolidation of the two departnments. It is recommended that
t he executive officers be instructed in the process of self-
facilitation and that this process be utilized to overcone any
di fferences that becone evident.

Additionally, the lines of communi cation nust be kept open
and all stakehol ders nmust be kept infornmed. Al challenges that
are encountered should be honestly and frankly di scussed with
appropriate solutions recomrended. Progress should be
cel ebrated as a step closer to achieving consolidation and
shoul d be reported to enpl oyees on a regul ar basis.

A final but equally inportant recommendation is for the
| eaders of the organization to provide clear direction and to
set specific goals for the consolidation. Enployees nust be
given clear direction and reliable information concerni ng what
is going to occur and why it will occur. It will also be
i nportant to rem nd enpl oyees to focus on Johnson and Snook’s
mllion-dollar question, “What's in the best interest of the

peopl e we serve.”
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- ORGANIZATIONAL CULTURE ASSESSMENT QUESTIONNAIRE -
- ’ Pillars of Excellence ‘ _
- INCORRECT MARKS  CORRECT MARK
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—  INSTRUCTIONS
- This questionnaire measures the ways that people in your organization generally
- think and act. The questions ask you to describe, as best you can, how people
- typically behave and the sorts of things they generally believe about the [
organization and how it operates.
-
[ In givingfy%ur aﬂsw{vers, the term "%r anizatioln" is uged t(I) mean the large?t unilz
or part of the whole organization that you relate to directly in your normal wor SYAYYAY?
- acthities. This might be the entire organization or it might be a division or some OOOOOOOVO
— other relatively "whole" part of the larger organization. This would not, however, DOOOOOOOO®
- normally be a small unit such as a work group; try your best to give answers that DI0]16]10101016]1010)
- you think apply to the /argest part of the organization that you deal with directly hlolojololololo
on a day-to-day basis. E
- Of it is i ible f to k tl hat oth think and DDDRYODY"
- course, it is impossible for anyone to know exactly what others think an .
- believe about a wide range of issues; the aim here is to identify a rough, general %%%%8%%%@
consensus of ideas and beliefs that people in your organization share and that A
- affect the way they behave. Please be as accurate as possible in desc_rlbm_ﬂ]the 2]010]0]0]6]6]10]G,
- behaviors and attifudes of yourself and other members of the organization. There DEEOEE®EEE
- are no right or wrong answers. Your answers shouid indicate what actually 0101610101010]0,
happens as you and others view it, not what you believe should happen or how >
- you think people should see things.
-
- Use the following response key:
- 1. Completely True: This statement definitely applies to the way people
- think and act in my organization most or all of the time.
- 2. Mostly True: This statement applies to the way people think and
- act in my organization much of the time.
3. Partly True: This statement applies occasionally to the way
people in my organization think and act.
. 4. Slightly True: This statement seldom applies to the way people . 5. Not True
in my organization think and act. [ 4. Slightly True ']
5. Not True: This statement does not apply at all to the way [ 3. Partly True
people in my organization think and act. [ 2. Mostly True |
- In this organization [_1. Compistety True I
1. people are flexible and adaptable when changes are necessary. [@l@ ® N
2 individuals and teams have clearly defined goals that relate to the goals or mission of the l®| |
* organization.
-
3. teams often lack the authority needed to get the job done effectivetly. |®I1
-
- 4. mii?ive tgle highest priority and support to meeting the needs of clients and customers and solving ‘DI@@@)I'
- problems.
- 5. people value and make use of one another’s unique strengths and different abilities. 'DI >I< )
-
- 6. people feel that most change is the result of pressures imposed from higher up in the organization. ®|< T 5
-
- 7. people and teams are often expected to reach goais which they believe are unattainable. tDlt W
-
- 8. people believe in teamwork, the “what’s in it for us” approach rather than “what’s in it for me. <D||@|©‘ )
-
- 9 our policies and procedures help us to provide the service our customers and clients want and I.'I:Ilf_‘\, o -'T\!.’-
* need. Rz aki)
- |
- 10. everyone knows and understands our business objectives and priorities. ® @J'f}iﬂﬂi@l
-m l\
-
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| 2. Mostly True !
In this organization . . . | 1. Completely True |
11.  people have a clear idea of why and how to procead throughout the process of change. OEDEE
12. individuals and teams are measured and rewarded according to how well goals are achieved. 060
13. people lack the interpersonal and technical skills they need to work effectively in teams. D@IE@@
14.  people often see customer and client problems as someone else's responsibility. @) GJF@'@
15.  puople sometimes compromise company policies or principles to reach operational goals. DEE|®
16. most people believe that change happens too quickly and causes too much disruption. OIEENE
17. individuals and teams participate in defining specific goals. @ @f@
18. F:::r?cp;ligrlgow what's expected of them and understand their impact on other people, teams, and 0000
19. people are always looking for new ways to betler serve clients and customers. D@ @I_
an. l;::tijr:ﬁ;ﬁsr?:_isiuns are most often made on the basis of facts, not just perceptions or ';@ OE®
21. people believe they can influence or affect their work place through their ideas and involvement. @000
22, we constantly stretch our goals, to continuously improve. @{@I@J.E
23. people beliave in working together caollaboratively, preferring cooperation over compelition. CAEIEED)
24, x’ggfsﬁiizz gpfef::artggdb:est job of serving custamers are more likely than other employees to be [E‘I@@-ﬁ
25, Efgﬂ?:g?i:i a;;:.:jeii :ru timely and accurate information about what's really happening in the 00) @i@
26. nt;gpégﬁsefgi\;:fjggll their concerns and anxieties during periods of change are heard and taken @@@r@
27. individuals, teams, and functional areas often have incompatible goals. EIE®
28. managers at all levels work together as a team to achieve results for the organization. DI@|E@
29. ;:fg;:ﬁ:{;?:ﬁ;u;\;: g;gt;jlfé?rs;::i':fgﬁi g;?ducts or services they receive, those problems are 00 @i@
30. :;f‘:g?:r;;iﬁ::gly believes in a set of shared values about how people should work together to 0000
problems and reach mutual objectives.

(&)
ol

THANK YOU FOR COMPLETING THIS SURVEY




ORGANIZATIONAL CULTURE ASSESSMENT QUESTIONNAIRE

RESULTSSUMMARY

11 — Centrd Yavapa Fire Suppression

26

Group Size 44
THIS GROUP * ALL GROUPS* BEST GROUP

Managing Change 19.2 20.7 22.5
Achieving God's 22.3 23.3 24.7
Coordinated Teamwork 214 23.0 25.4
Customer Orientation 22.8 23.8 254
Cultural Strength 20.3 21.7 235
Group Totd 106.0 112.4 119.3*
NOTE: Group Total for Best Group is the best achi eved

by a group, NOT the sum of the five best

item scores!



ORGANIZATIONAL CULTURE ASSESSMENT QUESTIONNAIRE

RESULTSSUMMARY

12 — Centrd Yavapa Support

Group Size 11

27

THIS GROUP * ALL GROUPS* BEST GROUP

Managing Change 225 20.7 225
Achieving Gods 23.3 23.3 24.7
Coordinated Teamwork 23.8 23.0 254
Customer Orientation 23.7 23.8 254
Culturd Strength 235 21.7 23.5
Group Totd 116.8 112.4 119.3*
NOTE: Group Total for Best Goup is the best achi eved

by a group, NOT the sum of the five best

item scores!



ORGANIZATIONAL CULTURE ASSESSMENT QUESTIONNAIRE

RESULTSSUMMARY

13 — Centrd Yavgpa Communications

Group Size 11

28

THIS GROUP * ALL GROUPS* BEST GROUP

Managing Change 20.3 20.7 225
Achieving Gods 23.2 23.3 24.7
Coordinated Teamwork 214 23.0 254
Customer Orientation 24.2 23.8 254
Culturd Strength 210 21.7 23.5
Group Totd 110.1 112.4 119.3*
NOTE: Group Total for Best Goup is the best achi eved

by a group, NOT the sum of the five best

item scores!



ORGANIZATIONAL CULTURE ASSESSMENT QUESTIONNAIRE

RESULTSSUMMARY

14 — Centrd Yavapa Resarve

Group Size 15

29

THIS GROUP * ALL GROUPS* BEST GROUP

Managing Change 21.7 20.7 225
Achieving Gods 247 23.3 24.7
Coordinated Teamwork 254 23.0 254
Customer Orientation 254 23.8 254
Cultura Strength 22.1 21.7 235
Group Totd 119.3 124 119.3*
NOTE: Group Total for Best Goup is the best achi eved

by a group, NOT the sum of the five best

item scores!



ORGANIZATIONAL CULTURE ASSESSMENT QUESTIONNAIRE

RESULTSSUMMARY

01 — Prescott Fire Department

Group Size 42

30

THIS GROUP * ALL GROUPS* BEST GROUP

Managing Change 19.8 20.7 225
Achieving Gods 22.8 23.3 24.7
Coordinated Teamwork 22.8 23.0 254
Customer Orientation 23.0 23.8 254
Cultura Strength 215 21.7 235
Group Totd 109.9 112.4 119.3*
NOTE: Group Total for Best Goup is the best achi eved

by a group, NOT the sum of the five best

item scores!
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